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ています。平成 29 年度は指導的地位への女性の参画をテーマとして、10 月 2 日～ 10 月 6
日の日程で開催し、アジア 5 カ国（カンボジア、インドネシア、韓国、フィリピン、ベトナ








The National Women’s Education Center of Japan has held international seminars for 
women leaders in the Asia Pacific region since 2006. The Seminar for Gender Equality 
Officers and Women Leaders in the Asia Region focuses on gender-related themes 
common to all countries and has addressed issues such as gender-sensitive disaster 
recovery, ICT and women’s empowerment, and career development for young women. 
The 2017 seminar was held from October 2nd to October 6th around the theme “Women’s 
Participation in Leadership Positions.” It was attended by ten women leaders active in 
national machineries and NGOs in five Asian nations: Cambodia, Indonesia, Korea, the 
Philippines and Viet Nam. 
In order to remediate various issues stemming from gender that remain in society today, 
it is imperative that women are appointed to decision-making positions in politics, 
economics and all other fields, and that their opinions are steadily reflected in policy. This 
booklet comprises a report that analyzes policies and best practices related to furbishing 
an environment in which women can demonstrate leadership in Japan and the other five 
participating countries. It is our sincere hope that this publication will contribute to the 
promotion of women’s empowerment. 
Fusako Utsumi, President
National Women’s Education Center of Japan
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出 典：Credit Suisse, 2016, The CS Gender 3000: 





































































































































































◇ データベースに登録された女性リーダー  
（2013年～ 2016年）：2013年47,068人 → 2014年  



























































































































































































































































































































Outline of the Leader Seminar
The National Women’s Education Center of Japan （NWEC） held its 2017 Seminar for Gender 
Equality Officers and Women Leaders in the Asia Region around the theme “Women’s 
Participation in Leadership Positions,” from October 2nd to 6th. This year’s seminar was 
attended by ten women leaders from five Asian nations: Korea, Cambodia, Indonesia, the 
Philippines and Viet Nam. Held annually around global themes concerning gender equality and 
women’s participation in society, this year’s seminar focused on initiatives to promote women’s 
leadership at NWEC, in national and local government, and in business enterprises.
●　Training at NWEC
While at NWEC, seminar participants attended a lecture by President Utsumi, in which she 
analyzed the current situation surrounding women leaders in Japan and issues therein, and 
learned about NWEC’s training programs targeting leaders and managerial staff at private 
enterprises. They also attended a lecture on NWEC’s mission and the role it plays as an 
organization promoting gender equality, and toured the Center for Women’s Education and the 
Women’s Archive Center. On their second day at NWEC, the participants presented country 
reports and shared the latest gender equality policies in their five respective countries and good 
practices in terms of supporting women. Their reports identified “training for election candidates 
as a means of fostering women assembly members,” “strengthening of measures related to 
violence against women,” and “appropriate enforcement of laws pertaining to gender” as future 
issues.
●　Learning about promotion of women’s participation in private enterprises
Participants visited the ANA Head Office to learn about diversity management in companies. 
Measures taken to shift ANA’s perspective from supporting staff balance work and family 
responsibilities to placing diversity at the core of its management strategies, and requiring top 
management to convey the importance of doing so were introduced. Participants earnestly took 
notes as they listened.
●　Learning about Japanese policy on gender equality
At the Gender Equality Bureau in the Cabinet Office, participants attended a lecture on 
Japanese government policy on gender equality, such as the Act on Promotion of Women’s 
Participation and Advancement in the Workplace enacted in 2015, and the activities of the Group 
of Male Leaders Who will Create a Society in which Women Shine, and their initiatives in each 
field. In the Q&A session that followed, participants asked questions spanning a range of topics 
including “How do they solicit member for the Group of Male Leaders?” “How do you approach 
companies failing to embrace a positive stance toward promoting women to managerial 
positions?” and “What kind of measures do you think are effective in raising the ratio of women 




●　Study Tour in Kyoto
 Relocating to Kyoto for the latter half of the program, participants enjoyed a study tour in 
Kyoto.
①Kyoto Women’s Base
Kyoto Women’s Base was established in 2016 through a partnership of government and 
business organizations as a hub for activities that support women’s active participation. It 
engages in a variety of initiatives, including formulation of action plans related to women’s 
participation in small and medium-sized companies, development of women human 
resources, and promotion of a work-life balance, in collaboration with companies and 
concerned entities within Kyoto.
②Kyoto City Gender Equality Center （Wings Kyoto）
 There are 371 gender equality centers throughout Japan that offer training that 
corresponds to the gender needs of their respective regions, and function as a focal point for 
women’s organizations’ activities and interactions. Established in 1994, the Kyoto City 
Gender Equality Center （Wings Kyoto） not only organizes lectures and training programs 
related to gender equality, but also offers consultation services. Approximately half of the 
more than 2,000 consultations they receive annually are related to domestic violence, and 
they facilitate ongoing support by putting cases requiring more specialized advice in touch 
with feminist counselors and lawyers. Questions asked by seminar participants included: “I 
believe cooperation among various organizations and institutions is essential in order to 
resolve issues involving DV, so how do you go about doing so?” and “What kinds of issues 
do men seek consultation on?” 
●　Meeting with women entrepreneurs
 In Kyoto, participants were able to exchange opinions with two up and coming entrepreneurs. 
Ms. Machi Takahashi, Co-CEO of Stroly Inc., established a company to disseminate local brands 
and provide data on map usage by planning, developing and operating an innovative online map 
platform. Ms. Takahashi is currently in the spotlight as the developer of a highly innovative 
business category that utilizes both old maps and user-friendly maps.
 Ms. Maki Morita of Morita Seicha Co., Ltd. manufactures and sells confectionary made with 
Matcha green tea in Kizugawa City, a major production area for Ujicha green tea. Kyoto has 
poured a lot of effort into developing agribusinesses and 6th sector industries that focus on local 
specialties, and Ms. Morita, as a founding member of the “Network of Women Engaging in 
Agriculture/Forestry in Kyoto,” enthusiastically develops tools that integrate women farmers’ 
perspectives.
 Women’s entrepreneurship is a work format that also demands attention in the seminar 
participants’ home countries. The Q&A session following Ms. Takahashi’s and Ms. Morita’s 
lectures developed into a lively discussion of what triggered them to start their businesses, how 
they overcame problems encountered in the course of developing products and markets, and 
how they secured funding. Following a review session and closing ceremony, the participants 






Human Development Index 2016 143th/188 
Gender Inequality Index 2016 112th/159 
Global Gender Gap Index 2017 99th/144
1. Gender Equality Policies
B a s e d  o n  t h e  N a t i o n a l  S t r a t e g i c 
Development Plan （2014-2018）, The Royal 
Government of Cambodia （RGC） successfully 
implements Neary Rattanak IV （2014-2018）, 
the National Strategic Plan for Gender 
Equality and Women’s Empowerment along 
promoting legislation and law enforcement. 
The RGC has also paid much attention to 
reduce the gender gap in education and 
technical training, increasing access to health 
services, strengthening women's economic 
empowerment, and promoting women’s 
leadership and advancing women in public 
decision-making and politics.
2. Issues Surrounding Women's
 Participation in Leadership Positions
Despite progress ,  the fo l lowing key 
challenges remain:
・ Women in Cambodia remain under-
represented in decision-making positions in 
politics, the public sector, and the judiciary, 
due to deeply entrenched gender roles and 
negative gender stereotyping.
・ Workplace discrimination affects the 
abi l i ty of women to be promoted and 
challenges women’s participation in the public 
and political sphere. Additionally, gender gaps 
in laws and policies remain.
・ Women are concentrated in sectors 
traditionally associated with women and 
lower - l eve l  pos i t i ons  o f  government . 
H ierarch ica l  soc ia l  s t ruc tures  and a 
patriarchal pol it ical culture create an 
environment that impedes women’s ability to 
be equal partners in public decision-making.
・ The absence of temporary measures to 
fast track the participation of women in public 
decision-making, such as quotas, slows 
progress.
・ The electoral system limits opportunities 
for women in decision-making through 
candidates selection and low placement of 
women in party lists.
・ There has yet to be formulated an 
effective strategy to engage all stakeholders 
and improve cooperation among them in the 
promotion of women in public decision-making 
positions at all levels.
3. Best practices
Women Public Decision-making and 
Pol it ics,  and Gender Responsive 
Government Policies and Reform 
Programs.
In Cambodia, The RGC has long recognized 
that sustainable development and good 
governance depends on women’s participation 
in politics and all decision-making processes. 
In the 5th Mandate, the RGC has focused on 
promoting women in the public sector 
through improving the gender balance in line 
ministries and strengthening women’s ability 




technical levels. These priorities could be 
addressed through active and strategic 
participation in the processes of Sub-National 
Democratic Development （SNDD）, Public 
Administration Reform （PAR）, the National 
Election Committee （NEC）, political parties 
and line ministries. 
MoWA supplements the policy demand side 
with additional supporting measures to 
increase the quality and quantity of the 
supply side such as technical, leadership and 
management capacity development for 
women candidates and civil servants, women 
in leadership forums, support networks and 
promot ing women’s access  to  h igher 
education. MoWA and the Ministry of Civil 
Service （MoCS） promote women’s equal 
participation in regular civil service capacity 
development programs and access to 
opportunities. MoWA coordinates with PAR/
MoCS and line ministries to ensure all 
programs, legislation and guidelines related to 
PAR are responsive. 
Nat i ona l  Program for  Sub -na t i ona l 
Democratic Development is an important 
vehicle for increasing women’s participation 
in decision-making at sub-national level, as 
there is a strong gender-mainstreaming 
component to it. Through the NP-SNDD there 
is potential for quantitative and qualitative 
increase in women’s leadership and decision-
making at local levels.
 
In 2012, women help 14.8%, or nine out of 
total of 61 seats in the Senate. In the National 
Assembly, female representation more than 
tripled in two decades. The number of women 
in Deputy Prime Minister, Minister, Secretary 
of State and Under Secretary of State 
positions increased in 2013. The proportion of 
women in the judiciary has increased since 
2008. Women comprise 20.0% of Deputy 
Governor at provincial/Capital level, which is 
above the 2015 Cambodia Mi l lennium 
Development Goal （CMDG） 3 target. The 
proportion of women councilors in capital and 
provincial councils increased from 10 percent 
in 2009 to 13.2% in 2014.  The percentage of 
female commune councilors increased from 
15.10 percent in 2007 to 17.8% in 2012.
The proportion of women in the civil 
service increased from 32.0% in 2007 to 37.0% 
in 2013 of 27 Ministries, 20 reported an 
increase in the percentage of female personnel 
with increases of female representation 
ranging from 0.27 percent （2008） to 7.9 % 
（2013）. Women’s enrolment in the Royal 
School of Administration （RSA） is increasing 
particularly in pre-service training.
4. Useful Links
● List of Senators in the 3rd mandate, Senate 










Republic of the Union of Indonesia
Capital:  Jakarta
Human Development Index 2016 113th/188
Gender Inequality Index 2016 105th/159
Global Gender Gap Index 2017 84th/144
1. Gender Equality Policies
The history of women’s leadership in 
Indonesia has always grown gradually over 
time. In the economic field, more than 70% of 
small and medium entrepreneurs in Indonesia 
are women and they contribute enormously 
to the increase in gross domestic product 
annually. In politics, women currently occupy 
18.6% of the total seats in parliament or 
increase from 11.0% in 2009. In addition, 
Indonesian women currently also hold 
strategic positions in policy making where 9 
(nine) women sit as ministers in the current 
Cabinet, and all members of the Corruption 
Eradication Commission selection team （KPK） 
are women.
 
Gender equality policies includes:
• Law No.7 of 1984 on ratification of CEDAW 
convention and various policies to achieve 
gender equality and justice in Indonesia 
• Presidential Instruction No. 9 of 2000 on 
Gender  Ma ins t reaming in  Nat i ona l 
Development 
• Law No. 13 of 2003 concerning Manpower 
is stated for the absence of employment 
discrimination, Article 5 "Every worker has 
equal opportunity without discrimination to 
obtain employment
• Law No. 23 of 2004 on abolition of domestic 
violence 
2. Issues  Surrounding Women's 
Participation in Leadership Positions
The gender gap in politics and decision-
making is still high. This condition can 
currently be seen in the data of women in the 
legislative, in the House of Representatives of 
Republic Indonesia 17.3%, the Regional 
Representative Board of Republic Indonesia 
25.8%, the Regional House of Representatives 
in Provincial level: 14.6%. There are 11 
prov inces  tha t  s t i l l  have  no  women 
r e p r e s e n t a t i v e s  i n  t h e  R e g i o n a l 
Representative Board and 7 provinces have 
no women representatives in the House of 
Representatives of RI. Data of Women in 
Executive, the position of Minister: 23.5%: 
Governor: 0% Vice Governor: 3%, Regent / 
Mayor: 14%. Civil Service: Echelon I: 21%, 
Echelon II: 16%, echelon III: 21% and echelon 
IV: 34%. The total amount of civil servants: 
49% consists of women and 51% men, from 
4,453.303 people.
 
Challenges to promote women’s access in 
leadership position include:
a) Patriarchal culture 
b) Social norm and construction
c) Gender discrimination
d) Politics kinship 
3. Best Practices




in politics and decision-making, Ministry 
Women Empowerment and Child Protection 
and Pulih Foundation provide:
1）Individual counseling to improve women’s 
self-confidence
2）Social awareness about gender equality 
using social media, mass 
media, public campaign 
and community seminar.
3）Tra in ing  f o r  c iv i l 
society organization 
about gender equality 
and violence against 
women so they can 
support and empower 
w o m e n  t o  b e c o m e 
l e a d e r  i n  t h e i r 
community.
4）Training in Leadership to Women, 
Potential Candidates as Head Regional in 15 
( F i f t e e n ) 
p r o v i n c e s , 
i n c l u d i n g : 
Special Region 
A c e h ,  W e s t 
Sumatra, South 
Sumatra, Jambi, 
Lampung, Banten, West Java, Central Java, 
Special Region Yogyakarta, East Nusa 
Tenggara, North Sulawesi, West Sulawesi, 
Maluku, Papua and West Papua, with the 
overall number of participants 600 people. 
From the results of the training there were 
46 participants who ran for either head 
regional or deputy head regional in the year 
2017 elections which was held concurrently.
5）Training in building National Political 
Gender Perspective Capacity in 13 (thirteen) 
provinces :  including: West Sumatra , 
Bengkulu, Riau, Riau Islands, Central Java, 
West Nusa Tenggara, South Kalimantan, 
West Kalimantan, East Kalimantan, Central 
Kalimantan, North Kalimantan, South 
Sulawesi, and North Maluku, with the 
overall participants of 507 people. The 
purpose of this training is to prepare 
potential women political candidate, in order 
to achieve political quality of potential 
women candidates in 2019 election.
Interventions to promote women leader can 
be used with ecological framework its mean it 
should be integrated with other interventions 
ranging from individual levels such as 
counsel ing services ,  family education , 
strengthening the capacity of service provider 
institutions, community movements, changing 
community norms through campaigns, and 
changing government policies through various 
form of cooperation with the government. All 
of these activities must be done at all levels of 
society because change will occur more 
quickly when all layers of society are 
involved.
4. Useful Links 















● Gender Inequality Index 2015 
http://hdr.undp.org/en/composite/GII








Country Overview: Japan 
Capital: Tokyo
Human Development Index 2016 17th/188 
Gender Inequality Index 2016 21th/159 
Global Gender Gap Index 2017 114th/144 
1. Gender Equality Policies
 I n  J apan ,  t he  Equa l  Emp loyment 
Opportunity Act was enacted in 1985 and the 
Basic Act for Gender-Equal Society in 1999, 
and measures have been taken to promote 
gender equality in all sectors of society. On 
August 28, 2015, the Act on Promotion of 
Women’s Participation and Advancement in 
the Workplace （Act on Promoting Women’s 
Advancement） was enacted by the Diet. This 
act aims to realize a society in which all 
women who wish to work can adequately 
demonstrate their abilities, and mandates 
firstly, that the government, local public 
entities and the owners of private companies 
to formulate and make public action plans 
that incorporate numerical targets for 
women’s advancement ;  and secondly , 
publication of information that contributes to 
women’s career choices （private companies 
with 300 or fewer permanent staff are 
required to make an effort to do so）.
2. Issues Surrounding Women’s
 Participation in Leadership Positions
 Women’s participation in the fields of 
politics and economics remains low. Of the 
2,660 members of prefectural assemblies, 
women account for only 261 or 9.8% of them 
（as of July 1, 2016）. In fiscal 2015, only 3.5% 
of CEOs in private companies were women, a 
figure far lower than in other developed 
nations. Remediating this situation requires a 
wide range of initiatives, including not only 
enhancement of systems to support women 
remaining in the workforce, but also changing 
the mindsets of managers and executives, 
provision of work support that integrates local 
characteristics, and integration of gender 
perspectives into career education. 
Source: Women in Politics 2017 Map, Gender 
Equality Bureau, the Cabinet Office
 
Source: Based on the CS Gender 3000: The 
Reward for Change, 2016, Credit Suisse
3. Best Practices
1) Local government initiatives: Kyoto 
Women’s Base 
 Small and medium-sized companies with 
300 or fewer employees account for more 
than 90.0% of all companies in Kyoto, and 
many of them are severely understaffed. 
Moreover, women only account for 20.5% of 
positions commensurate with manager (section 
chief), and 15.1% of those equivalent to 




showing that both many men and women 
work long hours. To address such issues, 
Kyoto Women’s Base was established in 
August 2016 as a hub for initiatives taken by 
entities, including both the government and 
economic organizations, to support women’s 
active participation in Kyoto. The Kyoto 
Women’s Base Academy offers training 
programs, seminars, and mentor-mentee 
matching support that are open to everyone 
c once rned  w i th  p romo t i ng  women’s 
advancement, irrespective of the company 
they may work for ,  inc luding women 
employees, executives, HR managers and 
students. 
 They also endeavor to provide support 
relevant to industry traits characteristic of 
Kyoto such as encouraging owners of tourism-
related entities （hotels, ryokans, etc.） that 
experience difficulty securing predominantly 
women staff to formulate action plans, and 
providing opportunities for high school girls 
to learn about the jobs and lifestyles of 
women working in science and engineering 
due to the prevalence of high-tech companies 
in Kyoto. It also develops a broad range of 
programs such as support for realizing a 
work-life balance within companies, awards 
for women entrepreneurs, opportunities to 
brush up businesses ,  and fostering of 
networks among female entrepreneurs. 
Training for female staff
2) Corporate initiatives: ANA
 In 2015, ANA announced its Diversity and 
Inclusion （D&I） Declaration, which is based 
on the principle of respect for diversity 
among employees, and has been promoting 
d i ve r s i t y  a s  an  i n t eg ra l  p a r t  o f  i t s 
management strategy. In October 2016, full-
blown work style reforms were launched with 
the goal of cutting total working hours to 
below 1900 hours per year by the end of 2019. 
ANA’s President advocates the importance of 
management changing its mindset and 
fostering a corporate culture conducive to 
achieving results within a limited timeframe, 
and the entire ANA Group has been striving 
to reform its work practices.
 Conc re t e  D&I  i n i t i a t i v e s  i n c l ude 
organization of an ANA Group D&I Forum; 
engagement of top management in an Ikuboss 
Declaration; hosting of a career design 
seminar for women to help female employees 
change their mindsets; and initiation of both a 
mentor system and a network among female 
managers. In addition to the above, ANA also 
endeavors  to  enhance i t s  system for 
supporting employees balance work with 
childcare and nursing care by accommodating 
shorter working hours, fewer working days 
and more nursing care leave. 
Ikuboss & Ikumen HANDBOOK 
(Handbook for Men and Bosses Embracing  
Parenthood)
4. Useful Links
●Gender Equality Bureau, Cabinet Office
http://www.gender.go.jp/
●Kyoto Women’s Base （Japanese only）
http://kyoto-womens.org/





Country Overview: Republic of Korea
Capital: Seoul
Human Development Index 2016 18th/188 
Gender Inequality Index 2016 10th/188
Global Gender Gap Index 2017 118th/144 
1. Gender Equality Policies
Development and Implementation of the 
‘Basic Plan for Gender Equality Policies’
Based on ‘Framework Act on Gender 
equality’, development of the ‘Basic Plan for 
Gender Equality Policies’  every five years to 
realize gender equality in more practical 
terms by addressing the gender gap between 
women and men. Vision of this plan is 
‘Gender Equal Society Created Through 
Genuine Partnership between Men and 
Women’. There are three objectives for this 
vision-reducing gender gap, work-life balance, 
respect for differences and human rights.
2. Issues  Surrounding Women's 
Participation in Leadership Positions
Importance of utilizing women workforce
Korean women show very low job retention 
and representation rates in the economic 
activities. Especially ratio of female managers 
and executives is much lower than that of 
advanced nations. There are three reasons for 
th i s  s i tuat ion .  F irs t ,  women’s career 
discontinuity makes it difficult to be promoted 
to managerial positions. Second, gender-biased 
stereotype against women hinders promotion 
to high ranking positions. Third, interests and 
efforts for nurturing female leadership remain 
insufficient.
1）NGEI and KIGEPE Chocolate 
The Ministry of Gender Equality and 
Family measures and announces National 
Gender Equality Index every year in order to 
figure out index measuring gender gaps in 
Korea. This comprehensive index consists of 
eight categories including economic activities 
and decision-making. Based on this NGEI 
2015, the health sector was the highest at 95.4 
and the decision making sector was the 
lowest at 25.4. KIGEPE created gender 
equa l i ty  index choco la te  to  promote 
awareness of gender equality based on NGEI. 
2）“Feminist Leadership” bringing about 
societal changes
Women’s low social status arising from 
gender inequality and discrimination in the 
economic ,  po l i t i ca l  and a l l  the  o ther 
dimensions of a society correlates with 
violence against women, since it is the major 
means of maintaining and reinforcing gender 
inequality. Women are empowered to exercise 
“feminist leadership” by which changes in 
both a society and their individual lives are 
brought about, through speaking out violence 
against women and finding action plan to stop 
it in their own places and daily lives. 
In Korea, on May 17 of 2016, the victim was 
killed by an assailant in the toilet of a building 
nearby Gangnam Station in Seoul just because 
she was a ‘woman’. Following that, numerous 
women spoke out misogyny, discrimination 
and violence against women in collective 
action at the memorial for the Gangnam 
Station femicide victim. With this time as a 
momentum,  i s sues  o f  f emin i sm have 
significantly risen in Korea. To boost speaking 
out of female survivors of violence and listen 
to their voices, Korea Women’s Hot Line held 
a conference regarding the ‘speaking’ of 
gender violence in 2016 and a talk session 
with survivors of domestic violence as the 
authors of a book writing their struggles 




Domestic violence survivors’ 
writing, “That’s been never trivial 
at all”
3. Best Practices
1）Korean Women Leadership Academy
MOGEF and KIGEPE are running Korean 
Women Leadership Academy （KWLA） to 
cultivate future female leaders as a national 
task. KWLA operate customized training for 
different careers and job categories. Training 
that is specialized in women’s capacity 
building based on the case study and self-
understanding. It is not only for education but 
also for participating in mentoring program, 
networking in various conferences. KWLA is 
working with local institutions for more 
educational opportunities.
2）Expansion of Women Leaders Pool
Fostering of future women leaders has been 
identified as a national task in order to 
enhance women's representation. To this end, 
size of the "Women Leaders Database" was 
expanded to 100,000 people.  Database is used 
to identify women leaders with particular 
talent and career accomplishment, and they 
are recommend as candidate for government 
committees and executive board members of 
public institutions. 
  ◇ Women leaders registered on the database   
  (2013-2016): 47,068 in 2013 → 63,776 in 2014 →   
  78,960 in 2015 → 94,110 in 2016
3）Educational Program E.L.F (Empowering, 
Leadership, Feminism)
Korea Women’s Hot Line has conducted an 
educational program titled E.L.F since 2007, 
with the aim of raising feminist consciousness 
of not only full-time activists across the nation 
and member activists but also the public. 
KWHL’s training programs for activists, 
feminist counselors and education of feminism 
for the public help them realize feminist 
values and exercise feminist leadership in 
their lives. In 2017, KWHL held a variety of 
such programs as Training for professional 
domestic/sexual violence counselors, Intensive 
education of feminism, Academy for women’s 
rights activists in their 20s, and Special 
lectures on prevention dating violence.
4）Mak ing  a  ‘Mov ing’ Commun i t y 
Networking Model
Korea Women’s Hot Line has hosted 
‘making a moving community networking 
model’ program as community movement 
since 2012, with the purpose of helping 
villagers identify violence and take action to 
that. During three years （2012-2014）, KWHL 
met 1,000 participants through workshops 
with local citizens and organizations, together 
with about 30 total members of the planning 
committee of this project. From the year of 
2016, this movement has being mingled with 
violence prevention education that KWHL has 
conducted since the late 1990s, by motivating 
local citizens to think and find their roles and 
action plan against violence. 
4. Useful Links
●Ministry of Gender Equality and Family 
(MOGEF)
http://www.mogef.go.kr/eng/index.do
● Korean Institute for Gender Equality 
Promotion and Education （KIGEPE）
http://eng.kigepe.or.kr/
●Korea Women’s Hot Line （KWHL）
http://hotline.or.kr/eng





・Public Institution Women 
Managers Conference




Republic of the Philippines
Capital: Manila
Human Development Index 2016 116th/188
Gender Inequality Index 2016 96th/159 
Global Gender Gap Index 2017 10th/144
1. Gender Equality Policies
The PCW is the primary policy-making and 
coordinating body of the government on 
gender equality, women’s empowerment, and 
the fulfillment of women’s human rights. It 
acts as a catalyst for gender mainstreaming 
and lead advocate for women’s empowerment 
and gender equity and equality in the 
country. As an oversight agency, PCW shall 
make government work for the promotion, 
protection, and fulfillment of women’s human 
rights to enable women 
and men to contribute to 
and benefit equally from 
development.
Various legislations have 
sought to promote gender 
e q u a l i t y  i n  t h e 
bureaucracy including 
improvement of women’s 
p a r t i c i p a t i o n  a n d 
representation in decision-making bodies. 
Most notable is the Magna Carta of Women 
（R.A. 9710） a comprehensive women’s human 
r i g h t s  l aw  t h a t  s e e k s  t o  e l im i n a t e 
discrimination through the recognition, 
protection, fulfillment and promotion of the 
rights of Filipino women, especially those 
belonging in the marginalized sectors of the 
society and which mandates the government 
to institute the following affirmative action 
measures so that women can participate 
m e a n i n g f u l l y  i n  t h e  f o r m u l a t i o n , 
implementation, and evaluation of policies, 
plans, and programs for national, regional, and 
local development:
• Empowerment within the Civil Service – 
Within the next five (5) years, the number 
of women in third （3rd） level positions in 
government  sha l l  be  incrementa l ly 
increased to achieve a fifty-fifty （50-50）
gender balance;
• Development Councils and Planning Bodies 
– Ensure the participation of women in all 
levels of  development planning and 
program implementation, at least forty 
percent （40%） of membership of al l 
development councils from the regional, 
provincial, city, municipal, and barangay 
levels shall be composed of women;
• Other  Po l i cy ,  Dec i s i on -Mak ing and 
International Bodies – Women’s groups 
shall also be represented in international, 
national, and local special and decision-
making bodies. It shall also ensure the 
participation of grassroots women leaders 
in decision and policy-making bodies in 
their respective sectors;
Other statutes enacted to support women 
in politics and governance are; the Local 
Government Code of  1991 which was 
amended to provide representatives for 
women in all of the 1,600 local legislative 
assemblies nationwide. The Republic Act 7941 
of 1995 which provides for the election of 
party-list representatives through the party-
list system including the women sector. The 
Women in Development and Nation Building 
Act of 1992 which provides guidance and 
measures that will mobilize and enhance 
participation of women in 
the development process 
in ways equal to that of 
men. The Republic Act 
7688 is the law giving 
Representation to Women 
in the Socia l  Security 
C o m m i s s i o n  w h i c h 
g u a r a n t e e s  w o m e n 
representation in the Social 
Security Commission.
Other laws that protect and promote 




Against Women and their Children Law of 
2004, a special law that defines acts of violence 
against women and their children; penalizes 
such acts; and provides protective measures 
and remedies; (2) The Anti-Sexual Harassment 
Act o f  1995 ;  (3 )  The Expanded Ant i -
Trafficking in Persons Act of 2012, and the 
Responsible Parenthood and Reproductive 
Health Law of 2012.  
2.  Issues Surrounding Women's 
Participation in Leadership Positions
Women's share of decision-making and 
leadership is low and small because of the 
following:
• Patriarchal culture
• Gender stereotyping 
• Multiple burdens 
• Lack of political education and support 　
　　 from political parties
• Lack of experience in decision making 
       and leadership in the public arena
• Discrimination in access to education 
       and training
• Role conflict
3. Best Practices
1）Civil Service Commission 
The Civil Service Commission （CSC） issued 
a Memorandum Circular setting a target of 
50-50 representation of 
w o m e n  a n d  m e n  i n 
executive positions and 
r e q u i r i n g  r e g u l a r 
repor t ing  by  sex  on 
n o m i n a t i o n s , 
a p p o i n t m e n t s  a n d 
positions held. The CSC 
also collaborated with the PCW and the 
Career Executive Board in implementing the 
C a r e e r  Adv an c emen t  o f  Women  i n 
Government Services （CAPWINGS） which 
seeks to enhance support mechanisms, 
capacity building, training and other enabling 
mechanisms for women employees. Merit 
Promotion Plan which guides promotions 
based on merit has been revised to ensure 
t ha t  gende r  b i a s e s  do  no t  ob s t ruc t 
recruitment and promotion and to emphasize 
equal opportunities for women and men.
2）Commission on Elections
Commissioner Rowena Amelia V. Guanzon, 
the Head of the COMELEC’s Executive 
Committee of the Gender and Development 
Focal Point System wrote 
in the maiden issue of the 
“Gender and Elections 
M a g a z i n e ” t h a t  t h e 
mandate of the COMELEC 
goes beyond the routine 
administration of elections. 
To help build women’s capacity to vie for 
elected positions, Gender and Development-
Focal Point System launched a series of 
lecture seminars in increasing women’s 
political participation namely; “Women and 
Elections” that targeted female political 
asp i rants  a l l  over  the  Ph i l ipp ines  in 
preparation for the National and Local 
Elections of 2016 which aims to encourage 
more women to take part in the elections as 
voters and more importantly as female 
candidates and held a 50–50 Gender Equality 
Forum and Stakeholders’ Consultation in 
three separate fora to discuss gender and 
election concerns in Bohol, Surigao del Norte 
and Cagayan de Oro City.
4. Useful Links










Socialist Republic of Viet Nam
Capital: Hanoi
Human Development Index 2016 115th/188 
Gender Inequality Index 2016 71st/159
Global Gender Gap Index 2017 69th/144 
1. Gender Equality Policies
Gender Equality Law was approved by the 
National Assembly in 2006 and implemented 
in whole country in 2007. The Gender 
Equality Law （GEL） stipulates gender 
equality in all fields of social and family, 
including in politics sphere. 
The key policy document relating to gender 
in Vietnam is the National Strategy on Gender 
Equality period 2011-2020 （NSGE）. The 
Strategy has set out the overall goal: “By 
2020, substantive equality between men and 
women will be fundamentally guaranteed in 
terms of opportunities, participation and 
enjoyment in the political, economic, cultural 
and social fields, thus contributing to the 
rapid and sustainable development of the 
country”.
NSGE for the period 2011-2020 covers 
various sectors including politics, economy, 
labour and employment, education, health and 
family. The NSGE is supported by the 
National Programme on Gender Equality 
2011-2015 and The National Action Plan on 
gender  equa l i ty  2016 - 2020  w i th  f i ve 
component projects, including awareness 
ra i s ing ,  enhanc ing  capac i ty  o f  s t a te 
management on gender equality, increasing 
number of women political leaders and 
supporting gender mainstreaming. 
The Department of Gender Equality - a unit 
of the Ministry of Labour - Invalids and Social 
Affairs （MoLISA） was established in 2007 
with the responsibilities and duties to assist 
the Minister in execution of the state 
management role in the area of gender 
equality in the whole country as specified by 
laws. Moreover, the Prime Minister has 
dec ided  to  re - es tab l i sh  the  Nat i ona l 
Committee for the Advancement of Women in 
Vietnam （NCFAW）’s office as a unit of 
MoLISA. NCFAW’s responsibility is to assist 
Prime Minister handling issues related to the 
advancement of women in the country.
The 20th anniversary of NCFAW Foundation
2. Issues  Surrounding Women's 
Participation in Leadership Positions
The outcome did not fulfill the target in 
politics as set out in the NSGE by 2015. The 
percentage of women holding leadership and 
managerial positions in ministries, ministerial-
level agencies, government agencies and 
People's Committees of provinces is quite low, 
especially in the senior leadership positions. 
Al though the Government  has  g iven 
instructions to allow an additional one female 
deputy to the ministries and agencies that 
have no female deputy leader, a number of 
ministries and agencies have no female senior 
staff such as Ministry of Planning and 
Investment ,  Min is try o f  Sc ience and 
Technology, Ministry of Transportation.
Female staff still mainly hold deputy titles. 
There are 15 out of 30 ministries and 
governmental agencies have female leaders, 
but just 1 female minister （in Ministry of 
Health）; 24 out of 63 provinces have women 
assuming key leadership pos i t ions of 
provincial people committee, but just 1 female 
chairperson （in TayNinh province）. Ratio of 
female leaders and managers in some 
ministries and localities （including the central 




For example, the ratio of female Ministers 
during 2008 was 9.1%; and the current tenure 
is 4.55%. There is no radical revisions have 
been made on the retirement age for female 
staff, which is a barrier to the human resource 
planning, training, and appointment of female 
staff. Gender stereotypes still persist among 
the people, especially in the rural, distant and 
remote areas. Awareness of some authorities, 
especially on gender equality is still limited. 
Gender equality is still considered as an add-
on task and officers are regularly rotated.
3. Best Practices 
* Training courses on capacity building for 
potential female candidate to elected bodies: 
MoLISA in collaboration with NCFAW 
organized the training on capacity building 
for female people’s elected candidates, 
especially for the first-time female candidates 
standing for elections. In 2016, the participants 
were 340 potential female candidates who will 
stand for elections as nominated by provincial 
CFAWs. Selected trainers were experts and 
well-known leaders with specialized expertise 
in gender equality and politics.
A female member of the National Assembly who 
was a participant of the training course in 2016
NCFAW has  coord inated  wi th  l ine 
ministries and sectors to hold training courses 
to foster knowledge, skills: polices on election 
and gender equality; role of national assembly 
and people’s council ; political systems; 
country’s socio-economic situation; election 
process; how to prepare an impressive action 
plan to voters; how to improve communication 
skills: giving presentation in front of voters; 
communicating with press. Furthermore, the 
participants also got experiences and tips 
from successful female leaders. 
Moreover, Vietnam Women’s Union （VWU） 
already done a lot of activities to promote the 
participation of women in leadership position: 
（1） Tra in ing for 
female candidates 
on  sk i l l s  how to 
improve the position 
in political field and 
management areas. 
（2） Introducing the 
potential/talent women to state and local 
agencies （2016: before conducting election for 
member of National Assembly 14th, VWU 
introduced 200 women to state agencies to 
c h o o s e  c and i d a t e） .  （3） Pub l i s h i ng 
communication materials to raise awareness 
of people on women’s participation to 
leadership positions. （4） Conducting research 
“studies on increasing women’s participation 
in Elected Bodies”, “studies on increasing 
women’s participation in ministries and 
sectors” in order to give recommendation to 
the state. （5） Establishing the Networking of 
female leader （from May, 2017） with the 
participation of 35 initial club members. 
4. Useful Links
● Ministry of Labour, Invalids and Social 
Affairs of Vietnam: 
http://www.molisa.gov.vn/en/Pages/
Home.aspx
●The National Committee for the Advancement 




● Vietnam Women’s Union: 
http://www.hoilhpn.org.vn
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